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Introduction
recommended as a best practice that the minimum salary be set at $50,000; however, this has not 152 been enacted at most institutions or by funding agencies 3 . During the months that our survey was 153 open (February -September 2016), the effect of a proposed minimum salary update ($47,476) to 154 the Fair Labor Standards Act (FLSA) on postdoctoral salaries was openly debated, but ultimately 155 not federally mandated 24 . Our data suggest that setting a minimum salary for postdocs is 156 particularly important for postdoctoral researchers in large metropolitan areas, where salaries are 157 not maintaining parity with cost of living increases.
159
The majority of postdocs indicated research-focused academic careers as their primary long term 160 career plan (57.7%), with industry research a distant second (17.8%, Fig. 1J and Table S2 ). 161 Determining the "why" of career choice remains the subject of much study 2, 4, 5 . To assess which 162 factors were most influential for determining postdoc career plan in our dataset, (categorized in 163 this survey as: academia, primarily research based; academia, primarily teaching based; industry; 164 government/non-profit; other) we conducted a nominal logistical model with 26 factors 165 concerning topics considered to be important for postdoc success and career choice (Table S7) , 166 which include demographics, training, productivity and mentor support matrices. The 14 167 significant factors in the model were (in order of effect size): 1) whether postdoc career plans 168 had changed; 2) whether training in pedagogy was received; 3) feelings of career preparedness; 169 4) perceived mentor support of career plan; 5) primary field of study; 6) residency status in the 170 U.S.; 7) intensity of job search; 8) postdoc gender; 9) number of first, last, or corresponding 171 author publications; 10) number of conferences attended in the past year; 11) hours worked per 172 week; 12) total number of publications while a postdoc; 13) mentor rank; and 14) desire to 173 pursue a career in the U.S. (Table 1) . Perceived mentor support, number of postdoc publications, hours worked per week, conferences attended, and postdoc feelings of career preparedness were 175 all positively correlated with choice to pursue a research-focused academic career ( Fig. 3A , C-F).
176
Male postdocs, and postdocs who were not U.S. citizens, were more interested in academic 177 research positions ( Fig. 3G & 3H) . In contrast, postdocs with mentors outside of the 178 professoriate were more likely to prefer government/non-profit positions (Fig. 3B ). Whether this 179 is a cause or effect relationship is not clear in our study, though we did find that postdocs with 180 non-academic mentors changed their career plans at the same rate as those with academic 181 mentors (n=7,361, χ 2 =6.860, p=0.077). In addition, postdocs actively searching for permanent 182 positions were less interested in academic research than postdocs not yet on the job market ( Fig.   183 3I), and were more likely to have changed their career plans (n=7,565, χ 2 =224.633, p<0.0001).
184
These results complement recent studies suggesting that individual career choice is influenced by 185 changing job attribute preferences and self-awareness 22 , and that academic success is influenced 186 by mentorship during the postdoctoral period 26 .
188
Sixty percent of respondents were satisfied with the mentorship they receive, with similar 189 responses from both genders ( Fig. 1I ). To assess which factors were most influential for 190 determining postdoc mentor satisfaction, we conducted a nominal logistic model with the same 191 26 factors included in the model for postdoc career choice (though excluding mentor satisfaction 192 as a factor, and replacing it with postdoc long term career plan) (Table S7 ). The 8 significant 193 factors in the model (in order of effect size) were: 1) feelings of career preparedness; 2) 194 perceived mentor support of career plan; 3) frequency of project meetings with mentor; 4) 195 intensity of job search; 5) whether training in mentorship was received; 6) primary field of study; 196 7) perception of job market; and 8) academic rank of mentor (Table 2) . These factors were more important than number of postdoc publications, whether a postdoc had changed career plans, 198 postdoc or mentor gender, residency status, or training in either grant writing or pedagogy.
200
Perceived mentor support had a positive effect on mentor satisfaction, as did frequency of 201 mentor meetings, perception of preparedness for desired future career, and perception of job Previous research on a postdoc cohort showed that high mentorship satisfaction and perceived 208 support correlated with increased interest in an academic research focused career 27 . In addition, 209 in a randomized, controlled study, a different type of mentoring, "group career coaching," was 210 found to increase both perceived "achievability" and "desirability" of academic careers in an 211 under-represented minority student group 28 . While our data do not show a significant correlation 212 between gender and mentor satisfaction, they do suggest that an increase in mentor support and Office. We used this information to simultaneously contact those who we determined were most 
Statistical analysis 305
Raw response data were quality-filtered to select for U.S.-based institutions and individuals who 306 were currently in self-described postdoctoral positions. Of the 7,673 total respondents, 70 were 307 removed from the initial dataset using these quality filters, yielding a final dataset of 7,603 U.S. 308 postdoctoral respondents. The demographics data shown (Fig. 1) were calculated by first sorting 309 by gender, and then sorting by the demographic of interest displayed as total percentage of 310 respondents per gender (all panels except Fig. 1H ) or by a mean +/-standard deviation (Fig. 1H ) 311 using Prism7 (GraphPad). The effect of gender on salary, having a same sex mentor, residency 312 status, partner status, and having children was tested using a Pearson χ 2 test, n= 7,516, 7,459, 313 7,543, 7,538, 7,532 respectively). Sample sizes differed because respondents were allowed to 314 skip questions, and are therefore reported as "n" here and throughout. However, most 315 respondents answered most survey questions, as can been seen by the similar sample sizes for 316 these different survey questions. The effects of gender, age, years since graduation, mentor 317 satisfaction, and likelihood of being partnered on postdoc salary were tested using a nominal 318 logistic model, n=7,311. The effect of gender on being in the fields of engineering or the 319 physical sciences was tested using a Pearson χ 2 test, engineering n=620, physical sciences 320 n=846. We used a Bonferroni correction to account for multiple testing, yielding a significance 321 threshold of p=0.006. All statistical tests were two-sided. Statistics were performed using JMP To determine what factors were significantly correlated with postdoctoral career choice and 325 mentor satisfaction, we ran a nominal logistic model using 26 different fixed variables listed in 326 Table S7 using the JMP 13.1 by SASS fit model platform. We then determined which factors 327 were significant variables after controlling for multiple testing. These estimates of effect size are 328 reported in Table 1 and Table 2 . A total of 6,504 respondents answered all 26 of the questions 329 included in this analysis. 
561
Here we illustrate the independent effects of the eight significant factors (out of twenty-six) in 562 the nominal logistic regression model of best fit for postdoc mentor satisfaction. In these mosaic 563 plots, the panels show the listed factor and corresponding effect size, and the right-hand color 564 key corresponds to the degree of mentor satisfaction. Factors are paraphrased survey questions, 565 please see Data S1 and S2 for specific wording of questions. 
